The researcher organized this research on seventy nine permanent staffs from all branch offices of Lembaga Pendidikan Indonesia Amerika (LPIA) where spread across at all Java Island (including DKI Jakarta). This research objective was to investigation the influence of work engagement as a mediator on transformational leadership to turnover intention. The outcomes indication that work engagement has an influence as a full mediator among transformational leadership on turnover intention. This concluded that transformational leadership must go through work engagement before it can affect turnover intention. Practicing good transformational leadership attitudes might improve work engagement and could thus reduce turnover intention.
I. INTRODUCTION
In Indonesia, we recognize two types of education: formal and informal. Formal education occurs in schools and colleges, whereas informal education occurs in course-giving institutions. According to Article 13 paragraph 1 of Act number 20 of 2003, education organized by the course-giving institution can contribute education to the nation as a form of informal education. There are is lot of informal education in Indonesia. Based on the data that the authors obtained from Direktorat Jenderal Pendidikan Anak Usia Dini dan Pendidikan Masyarakat Kementerian Pendidikan dan Kebudayaan in 2017, there were 76 types of informal courses organized by 29,283 institutions.
Interestingly, a research reported in the EF English Proficiency Index found that, in 2015, the English proficiency of Indonesians was ranked 32 nd out of 70 countries [1] . According to the Direktorat Jenderal Pendidikan Anak Usia Dini dan Pendidikan Masyarakat Kementerian Pendidikan dan Kebudayaan of the Republic of Indonesia, Muhyiddin [1] said that communicative abilities became very important during this era of ASEAN economic community and the improvement of English competence needed to be done continuously side by side with the implementation of formal education [1] . CEO Karir.com, Martin [1] said that in ASIA the level of English proficiency among Indonesians was still below Malaysia and India, followed by South Korea, Vietnam, Japan, and Taiwan [1] . This level showed that there is a need for awareness among Indonesians to improve their English language skills with support from various education sectors [1] . Williams, et al [2] said that English had an influence on the labor market.
Given the fact that the ranking of English proficiency of Indonesians was still at 32 out of 70 countries, and that Indonesia was still inferior to some countries in ASIA, the authors argue that the role of informal institutions is very important in helping Indonesians become more proficient in English. At the time of the research, there were a lot of informal institutions providing English language learning services in Indonesia including English First, International Language Program, Oxford, The British Institute, SPEC, LIA, Primagama, English, Wall Street, and LPIA.
The number of English learning institutions has made the competition quite tight among existing institutions. Mr. Anton as LPIA's marketing director [3] explained that the institutions providing English language teaching services were a business unit of economic activities that not only produced products in physical or constructive form, but in their activities they also had to be able to provide a different product that was perceived to be unique, enabling the institution to attract greater public interest. One example was the American-Indonesian Education Institute (LPIA).
The number of informal education institutions-as many as 29,283-was not tracked by the availability of existing human resources for both teachers and managers [4] . Based on data and number from the Department of Education and Culture in 2015 showed that the informal education industry nationally still lacked human resources amounting to some 32,087 people [4] . By 2015, total human resources in the informal education industry nationwide amounted to only 45,175 people, while it required around 77,262. Based on those data, the researchers conducted an analysis of just how tight is competition among informal education institutions and just how well the strategy that they have undertaken to beat the competition has been working. Yet, the common perception is that the problem of human resources in the industry of informal education has yet to be fixed.
When the national informal education industry was short of human resources, researchers found the fact LPIA actually experienced problems with respect to those resources. Indeed, the decreasing number of human resources available from 2011 to 2016 (Table 1 ) and the level human resource turnover in LPIA was very high [5] . The researcher analyzed that if the LPIA were able to find solutions to human resource problems that existed when national competitors in the informal education industry lacked human resources, LPIA would have beat the competition.
workers feel comfortable and engaged in their jobs so that the company can maintain them as assets. By forging engaged workers means that workers will provide their best for the company [7] . Saks [8] argued that when workers were engaged in a job they tended to have a (+) connection with their employer, they would work as well as possible for the company, and therefore would have the intention to stick with it.
The methods firms used to engage them included giving them a chance to be good leadership models [7] . Gyensare, Tsede, Sanda, and Okpoti [9] explained that transformational leadership was so defined to inspire and motivate followers to achieve outcomes further than expectations and assistance followers to raise and grow by responding to their individual requirements. There were some companies that have already felt the (+) influences of retaining their workers in terms of workers. He expressed during his time serving as a Branch manager at Depok 2 that the initiative of LPIA personnel was very low. LPIA thus needed leader who was able to lead and guide them so they could work better and be tied to their jobs. The same complaint about LPIA leadership emerged among representatives of the Kampung Artis branch, where LPIA still lacked leaders with a good attitude [13] . According to Kurniawan [14] as representative of the Buaran branch, said that his staffs in his branch missed a leader who can motivate them to work contentedly and to exert their time and energy for the sake of LPIA.
The necessity for a leader who can take care of the needs of his workers, can guide them, and can provide them motivation is included in the characteristics of transformational leadership. Gyensare, et al. [9] explained that in transformational leadership could motivate his their competitive advantage [9] , but unfortunately there were companies that still have not considered the importance of the concept. Many workers have resigned from the company because they had problems with their superiors [9] .
Moreover, the importance of having leaders who were able to help their followers to raise and grow by responding to their individual requirements to be engaged were conducted by Hayati, Charkhabi and Naami [10] , considering 240 sisters in 5 public hospitals with the outcome that transformational leadership had a significant and (+) connection on work engagement. In this research, the researchers raised phenomena associated with the existing human resources in LPIA. This effort is supported by Leana and Van Buren [11] who showed that promoting stability among individuals and having the flexibility to comprehend how individuals were set in the connection, a unit could further improve its outcome. The information was based on data from the HR department of LPIA comparing the average percentage of worker turnover in LPIA branch offices annually.
Herny [5] explained that issues related to human resources in LPIA branch offices were that the workers working in LPIA branch offices lacked a sense of engagement in their work, which was predicted to trigger higher worker turnover at LPIA. Herny [5] added that leadership issues were the explanation why some workers were disappointed and decided to leave. Herny [5] further reported that the branch manager of Bintaro resigned due to feeling something was wrong with the leadership style of LPIA. He felt ignored by the leadership even though he had worked well within LPIA. Seda [12] provided information that LPIA workers needed a leader who was able to guide Source: HR LPIA (2017) followers to achieve high expectations and realize the desired future state. Gyensare et al. [9] said that transformational leadership was aware of the needs of its followers. It can have an ideal influence on its followers so that it is expected to lead them to work better. This research is expected to have advantages and benefits for workers in LPIA, its organization, and for academics:
1.
LPIA workers ➔For workers at the LPIA, this research has the advantage of helping determine what factors can increase their outcome in employment so it can benefit them so that they augment their high vigor, determination, and absorption in their daily duties and, finally, that they will continue to work for LPIA.
2.
LPIA (Organization) ➔ Organizationally, this research provides an advantage to companies that can discover factors that can retain qualified workers so that they will continue to work for the company, such that later on the companies will garner a competitive advantage.
3.
For Academics (Macro) ➔ This research provides a (+) contribution to the academic world and benefits it by forming the process of allocating HR management knowledge, especially that related to transformational leadership, work engagement, and turnover intention. In addition, this research also provides an additional research to add to the extant literature on the variables studied.
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II. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT
Maintaining human resources as company capital is very important for the business. Hitt, et al. [11] defined human capital as a level of knowledge, skills, and capabilities used to produce the desired outcomes of the firm. Stable connections among humans were mentioned by Nahuiet and Ghoshal [11] as being something created by the parties in the connection. According to Leana and Van Buren [11] , by prioritizing stability among individuals and thus benefiting individuals in the connection, unity improves outcome. Frank and Cook [11] stated that a unit that having a stable and related tenure and trust, produces better outcome. Increasing human resources is thus more important than outcome itself, because through human resources better outcome is maintained.
A. Turnover Intention
Carmeli and Weisberg [15] said that turnover intention was an important issue for maintaining an organization's competitiveness in terms of maintaining human resources. Tett and Meyer [16] defined turnover intention as a cognizant and planned desire to resign from organization. Carmeli and Weisberg [15] interpreted turnover intention as a tendency that allowed an individual to resign from organization immediately. A lot of causes are able to forecast turnover intention. In a research conducted by Hofhuis, Zee, and Otten [16] , they said that job remunerations, work comfortable, career growth, individual operational, colleagues, supervisors, and organizational philosophy could predict turnover intention. Slatten, Svensson, and Svaeri [17] surveyed one thousands seventy six frontline workers at service organization, providing the outcome that workers' perceived service quality had (-) connection with worker turnover intention. YT Wong, YW Wong, and CS Wong [18] looked at 247 workers in three different joint venture companies in the People's Republic of China, concluding that perceived organizational support and affective commitment have a significant and (-) connection on worker turnover intention.
B. Transformational leadership
In similar research, researchers chose to observe transformational rather than other types of leadership because, according to Nemanich and Keller [9] , transformational leadership was a form of influenceive leadership at the organizational level. According to García-Morales, et al. [9] , it was likewise influenceive at the sectoral level. Howell and Avolio [9] confirmed the same at the national level. Yukl [9] said that leadership was about to handle other people like teach them the way how they have to do on their jobs, the procedure to help each other not only in groups but also personal, and persuading each other's to recognize about their requirements or needs in order to achieve common objectives. On the theory of MLQ (Multifactor leadership questionnaire) suggested that the transformational mode offered the greatest empirical construction. Howell and Avolio [9] said that transformational leadership was very important because it allowed our staffs could work together to reach the goal effectively and efficiency even though they came from varied backgrounds. Bass and Riggio [9] and Mullins [9] stated that transformational leadership emphasized changes that can encourage each other to show their best. Furthermore, according to Bass [9] , transformational leadership encouraged a high level of worker adulthood and ideal worries about achievement, self-actualization, and the welfare of others. Rendering to Gumusluoglu and Ilsev [9] , the leader who could give sympathetic and meaning to each others were included in the group of transformational leaders. Therefore, Bass and Riggio [9] suggested that transformational leadership aligns the purposes and aims of its followers with the organization and gives them support and guidance.
Since its introduction, transformational leadership has become, and remains, the most researched leadership theory. The most commonly accepted structure of transformational leadership, according to Gyensare, et al. [9] , contains of 4 sub dimensions: idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration. Although several criticisms have been raised against the theory, researchers have still chosen to make it one independent variable for 2 explanations. First, they were seen as an influential form of leadership from the organizational levels to countrywide levels. Second, Judge and Piccolo [9] stated that the style of transformational leadership showed the uppermost whole cogency and have a better style than other styles of leadership
C. Work Engagement
Schaufeli and Bakker [19] defined work engagement as something (+) related to work that includes three dimensions, namely vigor, dedication, and absorption. Vigor is categorized by great levels of energy and psychological endurance. Dedication refers to the involvement of someone with their work and feeling excited about it. Absorption refers to being completely concentrated and absorbed in one's work so that time passes rapidly. There were a lot of empirical literatures about work engagement has a (-) influence on turnover intention [20] ; [8] ; [19] ; [21] nowadays. Congruently, Shuck and Wollard [21] conducted a research to examine the connection among affective commitment, job fit, and psychological climate as the work engagement's antecedents and turnover intention and discretionary effort as the work engagement's consequences. They established that work engagement had a non-significant connection on turnover intention and had a low prediction level on worker's turnover intention. Schaufeli and Bakker [19] examined a research model to define the potential antecedents and consequences of engagement in one thousands six hundred and ninety eight workers in Netherlands. The outcomes presented that work engagement had (-) connection on turnover intention.
There were a number of explanations to expect that work engagement is negatively related to turnover intention. First, based on the experience that engagement was described as satisfying positive working conditions related to the mind [19] , according to Avey, Wernsing, and Luthans [22] and Sonnentag [22] engagement was positively related to health. These positive experiences and emotions function as energy resources that may outcome in workers' desire to remain within an organization. The second explanation, according to societal interchange theory per Blau [22] , when conditions are adequate workers and employers obey each other, and the outcome was a connection of trust and loyalty. That statement is also supported by statements from Cropanzano and Mitchell [22] . Saks [8] argued that when workers engaged in their jobs, doing so was a form of retaliation in a profitable Advances in Social Science, Education and Humanities Research, volume 348 exchange within an organization. As a outcome, engaged workers tended to have a (+) connection with their employers and therefore maintained their intention to remain within an organization.
D. Influence Among Transformational Leadership and Turnover Intention with Work Engagement as a Mediator
Past research conducted by Hoper, Muser, and Janneck [23] , Ghadi, Fernando, and Caputi [24] , Hayati, Charkhabi and Naami [10] , Wang, C. Li and X. Li [25] presented that transformational leadership had a significant and (+) connection with work engagement. Wells and Peachey [26] confirmed that transformational leadership has a direct (-) influence on turnover intention. Similarly, Green, Miller, and Aarons [27] concluded that transformational leadership had (-) connection with turnover intention.
There were several previous studies on transformational leadership connections and work engagement done by Hoper, Muser, and Janneck [23] . Their studies presented that transformational leadership has a (+) connection to work engagement. Hayati, Charkhabi, and Naami [10] found that transformational leadership had a significant and (+) connection to work engagement. Wang, C. Li, and X. Li [25] presented that transformational leadership had a significant and (+) connection to work engagement. There was a previous research, too, that discussed the connection among work engagements and turnover intention. Other research by Agarwal, Datta, Beard, and Bhargava [28] showed that work engagement and turnover intention had (-) connection. Karatepe [41] concluded that work engagement negatively impacted turnover intention, too.
A research in 2016 by L. Lu, ACC Lu, Gursoy, and Neale [29] and Camgoz, Ekmekci, Karapinar, and Guler [31] had the result about a connection of (-) and significant outcomes among work engagement and turnover intention. Memon, Salleh and Baharom [30] established that work engagement had a very strong (-) connection to turnover intention. Therefore, based on facts on the ground, supported by the aforementioned previous research, the hypothesis in this research has to do with the influence of work engagement as a mediator among transformational leadership and turnover intention.
III. RESEARCH METHOD
Researchers used a type of descriptive research that Malhotra [32] described as aiming demonstrate function or characteristics. The supporting collection methods used took the form of questionnaires with closed questions, accompanied by multiple-choice answers, where respondents chose one answer from the available options. Malhotra [32] explained that the questionnaire is a form of structured technique to collect data and consists of a set of written questions and oral questions answered by respondents.
The population and samples that the researcher carefully examined were workers at LPIA. By using Slovin's formula related to total permanent workers in LPIA who worked in a branch office of LPIA, as many as 164 respondents, the researcher set error tolerance limit equal to 10%. Hence, he obtained an amount for the minimum sample that had to be fulfilled in this research: 62 respondents. A 10% tolerance limit of error was also used in Pawirosumarto, Sarjana, and Muchtar [33] studies.
According to Cooper and Schindler [42] , there were several measurement scales: nominal, ordinal, interval, and ratio. In this research researchers used questionnaires with interval scales. The scale of the interval belongs to the category of metric scale for any given object given independently within a series of stimuli [35] . In this research each respondent was asked his views on thirty-four points of statement contained in the questionnaire by using a Likert scale from one to five. Initially the researcher questionnaires were dispersed at the annual working meeting held in Solo (at the Novotel hotel in mid-March 2017), then continued by traveling around LPIA branches around Jakarta and Bekasi and met directly with their respective managers in order to meet with all existing workers and fill in on the same day. The rest the researchers sent in the questionnaire using TIKI and JNE for branches outside the area. The data analysis method used by researchers was multiple regression analysis with a mediation variable that is work engagement. According to Baron and Kenny [34] something is called mediation if the mediation variables affect the connection among independent variables and dependent ones. By using Baron and Kenny's version of the analysis, the first step was to conduct a regression analysis among the dependent variable (turnover intention) on the independent variable (transformational leadership) as a predictor tool with the significant value was marked by p < .05. The second stage was to conduct regression analysis among mediation variables (work engagement) and the independent variable (transformational leadership) as a tool to predict the significant value, which was marked by p < .05. The third stage was to conduct regression analysis etween the dependent variable (turnover intention) with the mediation variable (work engagement) as a tool to predict with significant value was marked by p < .05. The last stage was to conduct regression analysis among the dependent variable (turnover intention) with the independent one (transformational leadership) and mediation (work engagement) as a predictor.
Based on Karatepe, Beirami, Bouzari, and Safavi [35] , and consistent with extant research by Baron and Kenny [22] , and Salanova and Schaufeli [22] , our research showed that the indirect influences of the independent variable on the dependent one via a mediator variable were significant. Thus, the outcome also showed that the mediator variable functions as a full mediator of the influence of the independent variable on the dependent one. Gyensare, et al. [9] showed that when the independent variable had a significant influence on the mediator variable, and the mediator variable also had a significant influence on the dependent one, and the direct path from the independent variable to the dependent one was not supported, mediation was concluded to have no direct path among the independent and dependent variables. Moreover there was an outcomes that showed the direct influence of independent variables on dependent ones and had no significantly when controlling for the mediator variable, thus indicating full mediation.
H: Work engagement mediates the influence of transformational leadership on turnover intention.
In this research, researchers used transformational leadership as independent variables, work engagement as a [9] , contains of four dimensions, namely idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration. Idealized influence is the image of the transformational leader to behave in a way that generates the admiration, trust, and respect of his followers and this dimension has eight items of avowal on the questionnaire consisting of four items of statements on the sub-dimensions of idealized attributes and four items of statements on idealized sub-dimensions behaviors.
Schaufeli, et al. [19] defined work engagement as a positive, satisfying thought connected to work characterized by strength, dedication, and absorption. This variable had total of 17 items statements on the questionnaire. All sources of questionnaire statements on the transformational leadership variables use the third edition of the multifactor leadership questionnaire [19] . There are three dimensions in work engagement: vigor, dedication, and absorption. Vigor carries the idea of having a high vigor level and psychological endurance, and consists of six items of affirmation. While dedication is an engagement to his work as well as an enthusiastic feeling about his job, likewise, has five points of affirmation. Absorption is a state of concentration and enjoyment of one's job so time passes rapidly and consists of six items of affirmation. All points of the statement on the questionnaire were obtained based on the full type of the Utrecht Work Engagement Scale taken from Schaufeli, et al. [19] .
There was a definition of turnover intention by Carmeli and Weisberg [15] turnover intention was a tendency that includes the possibility of someone in the near future leaving the organization. Then, according to Tett and Meyer [16] as the desire of someone to plan to leave the organization and be carried out consciously. According to Colarelli [8] , turnover intention has three items of affirmations on the questionnaire.
According to Sekaran and Bougie [37] , the validity test shows how well an instrument was being developed to measure a particular concept, in other words how well the researchers have measured the concept appropriately. Malhotra [32] said that high validity value indicates that measurement outcomes can be trusted, but if the validity value is low then it cannot be said to be entirely valid because in some cases a systematic error occurs. The high level of validity of an instrument also shows the extent to which the data has been collected there is no deviation from the researcher's intended objective. Associated with the validity test, the researcher used the suppressed formula in the SPSS 23 syntax code with the factor loading value below 0.5 in the automatic matrix component table, otherwise all erased. Meanwhile, the reliability test was expected to have the value of Cronbach's alpha > 0.6 and required some items of affirmation also abolished. Of the 41 statements, there were 7 deleted statements (about 17.5%) and there were still 34 statements maintained by the researcher. Several items of statements were eliminated for validity testing, among which were 2 items of transformational leadership and 5 points from work engagement. None of the affirmation items were deleted under the intention turnover variable. Details of deleted items can be seen in Table 2 .
Based on the facts that exist in the field, some affirmations were deleted if they were not relevant enough when adapted to the facts. One example was that in point Q2 of transformational leadership variables there was a statement "My boss thinks I have different needs, abilities and aspirations from others." In this case, as Herny [5] explained, there was a branch manager who resigned because he felt they paid less attention to the needs of leaders. According to Sekaran and Bougie [37] validity testing shows how well an instrument is being developed to measure a particular concept. In other words, whether the researchers have measured the concept appropriately. Malhotra [5] said that a high validity value indicates that the measurement outcomes can be trusted, but if the value is low then it cannot be considered entirely valid because in some cases there was a systematic error. High lows on the instrument validity level also showed the extent to which the data has been collected there was no deviation from the intended research.
A test of the reliability of the tool in this research was conducted by using internal consistency, which was conducted only once. After that, the data that already attained
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inclusion were analyzed using Cronbach's alpha. According to Malhotra [38] , reliability test outcomes explain that the instruments used by researchers can be used repeatedly by giving the same or fixed outcomes. The outcomes may be utilized if the values of Cronbach's alpha are greater than 0. Table 3 displays that the largest Cronbach's alpha value was derived from the transformational leadership variable on the individual consideration dimension with the highest Cronbach's alpha value coming in at 0.95. A Cronbach's alpha value of 0.95 was obtained after the deletion of two questions on the questionnaire.
Related to testing the validity of each dimension, Table 4 shows that all dimensions tested in this research (i.e., idealized influence, inspirational motivation, intellectual simulation, individual consideration, vigor, dedication, absorption, turnover intention1, intention2 turnover, turnover intention3) passed the validity test provisions because each had a factor loading value > 0.5 [39] .
IV. OUTCOME AND DISCUSSION
The object of this research was permanent workers who work in all the branches of LPIA. By 2017 there were 45 active LPIA branches with a total of 164 permanent workers. The number of samples required in this research was at least 63 respondents. By using Slovin's formula, the limit of error tolerance equal to 10% of the total of the entire population that was 164. Hence the calculation of a minimum limit from the respondent was as much as 62.12 responders (after rounding, 62 respondents).
When looking at the data in Table 4 , the overall mean dimension value of the work engagement variable was moderate. It showed that LPIA workers had energy, and that their mental endurance was not necessarily low in their jobs. The enthusiasm of LPIA workers was not low and added from enjoyed what they did at their jobs and still had the will to take the time and energy to continue working.
After doing that, researchers wanted to measure the value of leadership in the LPIA. After undergoing data processing, the mean values for transformational leadership in LPIA were already high (above 3.77). This outcome illustrated that leaders in the LPIA had already applied transformational leadership very well. They have behaved in ways to generate the admiration, trust, and respect of their followers, to give meaning and challenge to the work of followers, to encourage the groups to be creative and innovative by stimulating assumptions, and trying to see problems through new and different perspectives, as well as to able to develop followers as future leaders.
Furthermore, handling hypothesis testing by using linear regression analysis with an unstandardized coefficient commonly used for regression model functions, the model was to predict the future picture with the data of the past, with mediating variables commonly used by Baron and Kenny [34] .
Rendering to Baron and Kenny [34] there were three stages of investigation. If we look at Table 8 the first step that needs to be investigated is to perform a regression analysis of the connection among transformational leadership and turnover intention which displays a non-significant connection with β = 0.248 and a regression significance level of 0.117. It could be interpreted that the high turnover intention of LPIA workers was not influenced by transformational leadership. The second stage of investigators looking at the connection among transformational leadership to work engagement, outcomeed in outcomes that showed a (+) and significant connection with β = 0.466 significance level of 0.000 regression. In the third stage of investigation the connection among work the data processing the concentration level of their work was not low either. Based on the mean values, that were not low, it may be concluded that LPIA workers actually still engagement with turnover intention has a (-) connection and significant connection with β = -0.568 and a regression significance level of 0.001. This finding could be construed as the high level of worker's work engagement was influenced by transformational leadership and the high turnover intention of LPIA workers was influenced by work engagement, too, so that it could be construed that work engagement represented as a full mediator among turnover intention and transformational leadership. Mediator variables are said to be full if after its inclusion, the independent variable's influence on dependent variable was insignificant after the mediator Full mediation could also be interpreted to indicate that transformational leadership was not able to significantly influence turnover intention without going through work engagement. Based on Baron and Kenny's [34] criteria, one might conclude that the mediational hypothesis was supported. In this case, there was full mediation involved. The influence of transformational leadership on turnover intention for LPIA workers was fully mediated by the work engagement of LPIA workers.
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Based on Karatepe, Beirami, Bouzari, and Safavi [35] and consistent with the extant research by Baron and Kenny [28] and Salanova and Schaufeli [28] , the outcomes also showed that indirect influences of transformational leadership as a independent variable on turnover intention as a dependent variable via work engagement as a mediator variable were significant, so the outcomes also showed that work engagement as the mediator variable's functions became a full mediator of the influence of transformational leadership as a independent variable on turnover intention as dependent variable. Gyensare et. al et al. [9] also showed when an transformational leadership as an independent variable had a significant influence on a work engagement as a mediator, and work engagement as a mediator also had a significant influence on turnover intention as a dependent variable, and a direct path from transformational leadership as a independent variable to turnover intention dependent variable the hypothesis was not supported. Thus, it was concluded that mediation of work engagement with do not exist with direct paths among transformational leadership on turnover intention. Moreover, the outcomes shown that the direct influence of transformational leadership as an independent variable on turnover intention as a dependent variable has no significantly when controlling for work engagement as a mediator variable, thus indicating full mediation. It could be concluded that the hypothesis in this research was proven, that work engagement mediate the influence among transformational leadership and turnover intention.
Based on all data were already processed, the researcher concluded that work engagement mediates among transformational leadership and turnover intention. The mean value of transformational leadership of 3.77 was high. The researcher analyzed that although there were still problems with workers resigning due to leadership styles, that fact did not reflect good transformational leadership. Indeed, overall respondents have assumed that the leadership in LPIA was headed by an excellent transformational leader-as described above for the case of the branch manager who resigned due to problems with the leadership style in the LPIA (in the Bintaro branch) because he felt unnoticed despite his needs, and the branch manager form Klender who resigned when his leader punished all branch managers for not reaching their targets. Nevertheless, the rest still worked for LPIA.
Other facts that support the analysis conducted by researchers related to the good leadership in LPIA showed that leaders required all workers in every branch to read the vision and mission LPIA out loud while attending the morning briefing. Doing so provided motivation to every worker of LPIA and served as proof that the leader of LPIA and almost all branch managers wanted to struggle and sacrifice on Sunday to come to the office to prepare their reports, monitoring circumstances, monitoring branch security, and planning for monthly sales target fulfillment [5] . It indirectly showed the attitude of leaders who had already reflected their actions that provided motivation and inspiration to subordinates to work better. These activities have to be maintained at LPIA. By continually motivating them, giving them good examples, they will engage in their work. If workers engage, it can reduce their desire to resign from the company. Based on the explanation from Mr. Anton as marketing director of LPIA [40] , the leader of LPIA directs all workers to seek target their market from anywhere and not be limited to one thing only. Olga Herny [5] explained that he was encouraged to think creatively and innovatively to solve the problem of target fulfillment with the unlimited market, for which a majority exists in the Margonda area (e.g., students) but targeting the niche market in collaboration with local government to conduct English language training. It was already reflected in the leadership in LPIA that has been applied very well, encouraging workers to be creative and innovative. That activity also had to be maintained at the LPIA. By continually stimulating them to think creatively and innovatively about what they have to do in their work, the workers will engage in their work. If workers engage, it can reduce their desire to resign from the company. And if LPIA can retain its workers, the LPIA can better compete with its competitors. The stability of the connection among humans in the opinion of Nahapiet and Ghoshal [11] can create better outcome by the parties in the connection. According to Leana and Van Buren [11] , by prioritizing the stability among individuals and having the flexibility in how individuals are placed in the connection, a unit can improve its outcome.
The mean value at turnover intention was not low at 3.02 and thus it could be analyzed by researchers that at least some workers held a possibility to resign from LPIA. When looking at the high turnover rate, personnel was integrated with the findings that branch personnel lacked initiative in their jobs and needed a leader who would be able to guide them, nurture them, and be a good example. The researchers might, therefore, conclude that LPIA management was required to prepare cadres of leaders who have a good transformational leadership style to make LPIA branch workers remain committed to their work, willing to set aside their time and effort to continue working for LPIA [12] . This notion was also supported by the outcome of this research that the connection among transformational leadership and work engagement, producing a (+) and significant connection with β = 0.003 level of regression significance 0,0.466. It is also supported by previous studies undertaken by Hoper, Muser, and Janneck [23] , Ghadi, Fernando, and Caputi [24] , Hayati, Charkhabi and Naami [10] , Wang, C. Li and X Li [25] suggests that transformational leadership has a significant and (+) connection to work engagement.
Moreover, among turnover intention with work engagement had a (-) connection and significant connection with β = 0.001 and level of regression significance -0.568 and supported by previous research that is research conducted by Memon, Salleh and Baharom [30] , L. Lu, ACC Lu Gursoy, Neale [25] , and Karatepe [41] that work engagement outcomes had (-) connection and significant outcomes on turnover intention. Researchers analyzed more deeply what the largest total influence obtained from work engagement that mediates the connection among transformational leadership and turnover intention would be that tied workers more to their jobs and made them willing to give up time and energy work at LPIA, through the role of leaders in each branch with style transformational leadership-especially at the staff level, where it may certainly reduce overall worker turnover.
V. CONCLUSION
One might conclude from this research that work engagement became a full mediator of transformational leadership toward turnover intention. Workers guided by a leader utilizing transformational leadership could foster a sense of being engaged in the work they do. The emergence of the work engagement factor could reduce LPIA branch worker turnover intention. One might also conclude that work engagement became full mediator with respect to turnover intention. The emergence of the work engagement factor could reduce LPIA branch worker turnover intention. Based on Karatepe, Beirami, Bouzari, and Safavi [35] and consistent with extant research by Baron and Kenny [28] and Salanova and Schaufeli [28] it also showed that the indirect influences of the independent variable (transformational leadership) on the dependent one (turnover intention) via a mediator one (work engagement) were significant, so the outcome also showed that mediator variable (work engagement) functions became a full mediator of the influence of the independent variable (transformational leadership) on dependent one (turnover intention). Based on Gyensare, et al. [9] it also showed that when the independent variable (transformational leadership) had a significant influence on a mediator one (work engagement), and the mediator one (work engagement) also had a significant influence on the dependent one (turnover intention), and a direct path from the independent one (transformational leadership) to the dependent one (turnover intention) was not supported, one might conclude that mediation of work engagement had no direct paths among transformational leadership on turnover intention. It might be concluded, too, that the hypothesis in this research was proven, that work engagement mediates the influence among transformational leadership and turnover intention.
Like previous researchers have explained, maintaining and always improving the quality of leaders in LPIA has become a very important practice in order to make them engage, thus reducing their desire to resign from the company. By continually motivating them, giving them good examples, stimulating them to think creatively and
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innovatively about what they have to do in their work, they will engage in their work. If workers engage, doing so might reduce their desire to resign from the company. And if LPIA can retain its workers, it can compete better. The stability of the connection among humans in the opinion of Nahapiet and Ghoshal [11] can create better outcome by each of the parties in a connection. According to Leana and Van Buren [11] , by prioritizing stability among individuals, coupled with having the flexibility of how individuals are placed in the connection, a unit may improve its outcome.
VI. MANAGERIAL IMPLICATIONS
The outcomes of this research showed that LPIA branch workers considered leadership received to be able to make them more engaged. Paying some attention to the needs of their workers, opportunities to think creatively and innovatively, giving good examples of leaders in the workplace can create (+) influences on workers at the LPIA branch office. The more workers feel engaged in working for LPIA, the less likely they will be to resign and look for new jobs. LPIA needs to pay more attention to the type of transformational leadership that needs to be applied at the LPIA branch office so that LPIA workers feel it as an opportunity to grow, learn, and achieve a objective, arousing emotions that make work more enjoyable (Cavanaugh et al.) [35] .
Some suggestions that researchers can submit for further research related to transformational leadership and turnover intention are:
1. In the next research it is suggested to use a larger sample size in order to garner much better and more accurate outcomes. 2. The researchers suggest that further studies may include other types of leadership in addition to transformational leadership, e.g.., transactional leadership.
Suggestions that researchers can submit to LPIA related to transformational leadership and turnover intention are:
1. LPIA management is expected to change the criteria and tighten the process of recruitment of leaders in each branch that has the ability to understand the needs of subordinates, providing opportunities for subordinates to be creative and innovative in making strategy fulfillment a monthly target. 2. LPIA management is expected to conduct coaching and counseling to the current branch leaders who are still serving periodically so that they can become leaders who can understand the needs of subordinates, giving an opportunity them to be creative and innovative in making strategy fulfillment a monthly target, both being role models for subordinates, and those who are able to provide them motivation. 3. Leaders in the LPIA are expected to pay more attention to the needs of staff, especially those who have been working for less than two years, so that workers have more involvement in work such as joining together when they are looking for prospective students and sharing sessions periodically to hear their complaints. 4.
Leaders in the LPIA are expected to maintain the habits of all workers, reading the vision and mission statements in the morning briefings in order to encourage and be a good inspiration in the workplace and hence form the habit of spending vacation time to come to the office to supervise the workers who are working, generate reports, and oversee the creation of a monthly target plan so they feel cared for. 5. Leaders in LPIA are expected to permit branches to freely set target markets in every region where their branches are located so as to train them to think creatively and innovatively
